Employees’ Acceptance and Involvement in Accordance with Codes of Conduct – Chinese Business Behaviour vs. Western Compliance Management Systems  by Scharrer, Barbara
 Procedia - Social and Behavioral Sciences  213 ( 2015 )  855 – 859 
Available online at www.sciencedirect.com
ScienceDirect
1877-0428 © 2015 The Authors. Published by Elsevier Ltd. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/4.0/).
Peer-review under responsibility of Kaunas University of Technology, School of Economics and Business
doi: 10.1016/j.sbspro.2015.11.495 
20th International Scientific Conference Economics and Management - 2015 (ICEM-2015)
Employees` Acceptance and Involvement in accordance with Codes 
of Conduct – Chinese Business Behaviour vs. Western Compliance 
Management Systems
Barbara Scharrera,*
aUniversity of Latvia, Raina bulvaris 19, Riga, LV-1050 Latvia
Abstract
More stringent anti-corruption and anti-bribery laws in the US, Europe and PR China as well as the current political anti-
corruption-campaign in China force Western globally active companies to implement Code of Conducts at their subsidiaries 
worldwide – thus also in China. There are mixed results of existing academic research on the impact of Codes of Conduct 
regarding ethical behaviour of the employees in connection with these Codes. The purpose of this study is to gain a better 
understanding of the motivation and intention of employees to accept and act according to a local Code of Conduct. This research 
is conducted in a cross-cultural setting (PR China, Germany, Austria) by taking certain Chinese situational factors (Guanxi 
Orientation, Supervisor-Subordinate Guanxi) as well individual factors (Moral Disengagement) into account. Furthermore, the 
purpose of this study is to test whether gender is an important factor influencing intention of individuals regarding a positive 
ethical behaviour.
© 2015 The Authors. Published by Elsevier Ltd.
Peer-review under responsibility of Kaunas University of Technology, School of Economics and Business.
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Introduction
Scandals of corporate corruption and white-collar-crime have dominated the international media for years and 
many renowned examples such as Siemens suffered the consequences of stricter anti-corruption laws. 
Non-compliant behaviour, such as violating a corporate Code of Conduct, can create a wide range of risks for the 
individual manager responsible as well as for the company itself. Major risks like legal risks, commercial risks as 
well as reputational risks have to be taken into account. Consequently, in the academic world as well as in the 
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corporate world a major focus nowadays is on how to identify the drivers of ethical decision making. The purpose of 
this study is to expand our knowledge regarding predictors of employee`s acceptance and involvement concerning a 
corporate Code of Conduct. This study aims to explore certain factors that influence compliant behaviour of 
employees in a cross-cultural setting, comparing sample populations in Germany/Austria and PR China.
The research questions are as follows: 
RQ1: When does a Code of Conduct have a positive impact in China? - When will individual Chinese employees 
act according the Code of Conduct regulations of their company?
RQ2: What are the influences of interpersonal factors like (1) the typical Chinese Guanxi Orientation construct, (2) 
the Chinese Supervisor-Subordinate Guanxi Construct as well as (3) the new Moral Disengagement construct as 
an individual factor on the intention of employees to follow Code of Conduct regulations.
RQ3: Are there any differences comparing samples of Chinese employees working in China and samples of 
German-speaking employees working in Germany/Austria regarding their acceptance of a Code of Conduct under 
these circumstances?
RQ4: Are there any differences regarding the results of these samples by taking gender into account? 
This research follows a quantitative approach through surveying employees in three countries. All theoretical 
constructs were operationalised using validated items from prior researches. The value of this research is to test this 
newly developed model for the first time in a cross-cultural setting, also in connection with the influence of gender. 
In addition, testing the research model in a corporate environment surveying professionals also may add interesting 
results to academic research. From a practical perspective the results may help to find new concepts regarding the 
transferability of Codes of Conducts as well as Corporate Compliance Management Systems to the PR China. 
1. The Theory of planned Behaviour (TpB)
The TpB by Ajzen (1991) offers a comprehensive theory of the antecedents to behaviour. Ajzen (1991) models 
behavioural intention as depending on three factors: (1) attitude towards the behaviour, (2) subjective norms and (3) 
perceived behavioural control (PBC). Each of these three determinants of behavioural intention is itself a function of 
an individual`s salient beliefs. Ajzen (1991) defines attitude as an individuals` evaluation of the favorableness or 
unfavorableness of an attitude object; subjective norms are described as influence of referent others, namely family 
members and friends. Beliefs about whether family, peers or other related persons would accept and applaud the 
specific behaviour determines the motivation of the individual person to act or not to act. According to Ajzen (1991) 
the PBC construct refers to the degree of control an individual perceives he has to engage in a particular behaviour. 
According to Ajzen (1991) intention is the immediate antecedent and a stable predictor of behaviour. The TpB is an 
extension of the Theory of Reasoned Action (TRA) (Ajzen & Fishbein, 1980) by adding the PBC construct. The 
TRA, as defined by Ajzen & Fishbein (1980), has received substantial support across a number of behavioural 
domains (Ajzen, 1991, Sheppard et al., 1988, Carpenter & Reimers, 2005). Chang (1998) tested TpB against TRA 
and found TpB dominating in predicting unethical behaviour in creating unauthorized software copies. Until today 
the TpB has been widely tested in economic and social science research time and time again, also in the field of 
ethical decision-making (Carpenter & Reimers, 2005; Cohen et al., 2010). Various research studies, based on TpB 
or extended models of TpB showed the robust structure of the TpB model to predict behaviour.
857 Barbara Scharrer /  Procedia - Social and Behavioral Sciences  213 ( 2015 )  855 – 859 
Fig. 1. The TpB model adapted from Ajzen (1991)
2. Predictors
2.1. Moral Disengagement
One potential predictor and additional driver of non-compliant behaviour may be the concept of Moral 
Disengagement as a concept of individual difference, which belongs to the cognitive processes. The concept of 
Moral Disengagement is “an individuals` propensity to morally disengage”– that is, an individual difference in a 
way that people cognitively process decisions and behaviour with ethical import that allows those inclined to 
morally disengage to behave unethically without feeling distress (Bandura, 1990a, 1990b, 1999, 2002). Bandura 
(1986) developed the basic concept, the social cognitive theory, by explaining that individuals internalize 
behavioural standards via socialization. While an individual person is acting in one way or the other, his moral 
standards are activated and certain self-regulatory mechanisms like guilt or self-censure prevent the person from 
doing something wrong, e.g. any unethical behaviour. Moore et al. (2012) developed and tested a new 8-item 
measure of the construct Moral Disengagement and demonstrated its predictive validity in multiple studies. The
author of this paper uses this new 8-item scale in her empirical research. The author of this paper will focus on a 
corporate set-up by conducting research on moral disengagement, asking employees in companies in Germany, 
Austria and the PR China. 
According to Rajeev (2011) up until now not many studies have assessed the impact of Moral Disengagement,
especially in organizational context.
2.2. Guanxi Orientation
According to Trevino (1986) not only organizational factors (e.g. Codes of Conducts, ethical climate) or 
individual factors (e.g. moral awareness), but also situational (also called interpersonal) factors impact ethical 
decision-making of individual persons. In general, interpersonal influences are influences by others, especially peers 
and leaders on this individual person. As also clearly stated by several other researchers, peers, like co-workers, 
represent a potentially powerful influence on (un)ethical behaviour (Bandura, 1986, Kohlberg, 1969, Robinson &
O`Leary-Kelly, 1998). 
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According to Moore & Gino (2013) peers “help to establish a standard for ethical behaviour through their actions 
or inactions.… by blurring the boundaries between the self and others, psychological closeness can lead individuals 
to mimic close others behavior, which can have detrimental ethical consequences” (Moore & Gino, 2013, 15). As 
this research in the end focus on a cross-cultural setting, testing two samples (German/Austrian employees versus 
Chinese employees) the author chooses a typical Chinese construct as a variable for testing interpersonal social 
influence – the Guanxi Orientation construct. Guanxi, meaning business and personal network connections between 
individual persons, but also between groups of individuals like families, classmates, teammates, neighbours and so 
on, is said to be an important aspect of many kinds of interpersonal relationships in Chinese cultures (Smith et al.,
2011). Chen & Chen (2004, 306) describe the Chinese phenomenon Guanxi as “an indigenous Chinese construct . . . 
defined as an informal particularistic personal connection between two individuals who are bounded by an implicit 
psychological contract to follow the norm of Guanxi, such as maintaining a long-term relationship, mutual 
commitment, loyalty and obligation”. Also Ho & Redfern (2010, 207) hypothesized and found that “…harsher 
ethical evaluations of guanxi-related behaviours were positively correlated with the stage of moral reasoning.” The 
author tests this specific Chinese construct of interpersonal social (peer/in-group) influence as a situational factor in 
the research model on potential impacts on ethical decision-making. 
2.3. Supervisor-Subordinate Guanxi
There are a few recent studies using the construct Supervisor-Subordinate Guanxi in the field of the author`s 
research topic. By following the general construct Guanxi orientation as mentioned above, the construct supervisor-
subordinate Guanxi relations focus especially on the social and interpersonal influence of a leader, the so called 
supervisor, on the employees, the so called subordinates, with respect to their individual ethical decision making. 
According to Trevino et al. (2014) lots of recent organizational ethics research has focused on systematically 
studying the role of leadership on (un)ethical behaviour, showing that leadership is an especially important topic 
because leaders play a key role as authority figures and role models and they influence their subordinates` attitudes 
and behaviours. The construct of ethical leadership was also successfully tested in Mainland China by Walumbwa et 
al. (2011). Many recent ethical leadership studies conducted in several countries concentrate mainly on the (ethical) 
leadership construct itself - tested in connection with various variables such as leaders` moral identity (Mayer et al.,
2012), employees` job satisfaction, affective commitment, work engagement and reduced turnover intentions 
(Brown et al, 2005; Kim & Brymer, 2011; Neubert et al, 2009; Ruiz et al. 2011; Tanner et al., 2010). Based on the 
findings of Trevino et al. (2014) and Mayer et al. (2013) findings on supervisor-subordinate relations further 
research is needed to test how ethical leadership as an influential factor to ethical decision-making fits within a 
broader context of peers, leaders and other potential social influences. 
Here is a starting point for the authors` research to test if and how the specific Chinese Supervisor-Subordinate 
Guanxi construct as a specific Chinese leadership construct influences employees` ethical decision-making 
behaviour. As Wei et al. (2010) pointed out, “the supervisor-subordinate Guanxi relationship in Chinese 
organizations is very important due to the high power distance typical of China`s hierarchical culture.” According to 
Zhang et al. (2013) Supervisor-Subordinate Guanxi has proven “to be the key antecedent to various work attitudes 
and behaviours of both employees and their supervisors.
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